The objective of the research is to identify the role of Spiritual Leadership (SL) in reducing Bullying Behavior (BB) at the industrial companies in Egypt. The research community consists of all the employees at the industrial companies (the iron and steel sector, the construction sector, the food industry, the spinning and weaving sector and the chemical industries sector) in Sadat city in Egypt. Due to time and cost constraints, the researcher adopted a sampling method to collect data for the study. The appropriate statistical methods were used to analyze the data and test the hypotheses.
Interest in BB began in the 1970s and increased interest in it through many studies on BB, which led to the development of preventive guidance programs to reduce this behavior (Olwenus, 2001 ).
The negative effects of BB are frequent, whether on the bully or the victim, where the parties to bullying suffer from a decline in mental health, loss of self-confidence, and problems in forming a trustworthy friendship (Litz, 2005) .
The current study seeks to determine the role of SL in reducing BB at the industrial companies in Sadat city in Egypt.
Spiritual Leadership

Spiritual Leadership Concept
SL is the use of the leader of his spiritual side as one of the motivational behaviors of his subordinates in a way that helps them discover the moral strength that binds them to others (Lean, 2012) . SL is one of the types of leadership that seeks to satisfy the needs and desires of the employees in the organization by providing psychological needs that help them to continue working in the organization and communicate with others, and belonging to the organization in a way that leads to efficiency in the performance of business, (Chun et al., 2012) . SL is one of the methods that can be followed to improve organizational performance through leaders' attitudes that motivate employees to achieve the goals and vision of their organization (Chen & Yang, 2012) . SL is one of the forms of leadership that can be followed by leaders in an organization in a way that achieves its goals efficiently and effectively (Karadag, 2009) .
SL is a set of human values that constitute the working environment of an organization, where its employees demonstrate their abilities and skills (Burkhart, 2008) .
SL is a set of aspects relating to the personality of the individual, which serves as the primary engine of the physical body (Wilson et al., 2008) .
SL is a set of positive emotions such as gratitude, forgiveness, and hope that have proven to help individuals engage in behaviors that contribute to productivity and the development of relationships within the organization (Bono & Mc Cullough, 2006) . SL is a form of leadership and seeks to transform the workplace into a more comfortable and productive place, on the one hand, and providing the needs of employers and employees on the other (Thanakappan, 2005) .
SL is a set of values, attitudes, and behaviors necessary to motivate one's self, on the one hand, and to motivate others on the other (Fry, 2003) .
SL is a reliable leadership technique in motivating subordinates to achieve high levels of organizational and productive commitment. It is a set of values, attitudes, and behaviors that stimulate one's self and others in order to have a sense of survival in a spiritual life (Fry et al., 2005) .
SL is a phenomenon that occurs in the organization when the leader is honest and modest in his actions, and behavior in the organization in a way that reflects his respect for himself and others. It is one of the forms of leadership that can be used to provide the basic needs of employees, on the one hand, and to achieve satisfaction on the other. This is in addition to changing the business philosophy towards the organization from being mutually beneficial with the organization that they are working to achieve their own values (Reave, 2005) .
SL is one of the methods of integrating the values, processes and systems of the organization with the values and aspirations of its personnel, in other words creating an atmosphere of harmony between individuals and the organization (Benefiel, 2005) .
SL is to teach subordinates the methods that enable them to govern themselves and create the right conditions so subordinates can work freely with their leaders within the organization (Fairholm, 1996) .
Spiritual Leadership Dimensions
There are six dimensions of SL (Zavvareh et al., 2013; Polat, 2011) . They can be explained as follows:
1). Vision
There must be a clear vision of what the organization would like to be in the future. The term vision was rarely used in leadership literature until the 1980s. At the moment, leaders in business organizations have had to give greater attention to future direction due to the intensity of competition and technological development. Spiritual leaders try to motivate subordinates through a clear vision of the organization.
2). Hope / Faith
Hope is the desire to expect achievement; faith is beyond hope or expectation of something desirable; faith is more than just a wish for something. It depends on values, attitudes and behaviors that ensure certainty and absolute certainty that what is desired and expected will be achieved. In general, hope and faith are the sources of belief and conviction that the vision and mission of the Organization will be realized.
3). Altruistic Love
Altruistic love is the sense of integration, harmony, and well-being resulting from the care, attention and appreciation of both self and others. This concept; also, includes the values of patience, compassion, tolerance, humility, altruism, trust, loyalty, and sincerity. In addition, the altruistic love in the SL helps to get rid of destructive feelings such as fear, anger, feeling of failure and others.
4). Meaning/significance of work
The concept of meaning refers to whether members of the organization believe that the functions they perform are significant and meaningful, and by engaging in work, individuals derive meaning and purpose from life. In addition, individuals who have an internal motivation and drive to learn are finding work, as well as individuals who want to be members of the work group feel they have value and contribution to performance. It is; therefore, clear that meaning and sense of importance are associated with spirituality in the workplace.
5). Membership
Most individuals tend to work in a group or team, and they prefer to work in an environment in which leaders appreciate their contributions to achieving their goals. SL must therefore take care of the employees in such a way as to create an atmosphere of friendliness and trust among all staff of the organization.
6). Organizational Commitment
Organizational commitment is one of the main axes of organizational success. SL plays an important role in influencing the level of organizational commitment.
The appropriate leadership styles lead to increased level of job satisfaction for employees. SL also plays an important role in achieving organizational identification and organizational loyalty through organizational commitment and the desire to remain and work in the organization.
7). Productivity
The availability of the element of hope / faith in the vision of the Organization, their sense of importance and membership makes them do their best to carry out activities that achieve the vision of the organization and thereby increase productivity.
It should be noted that SL plays an important role in increasing the level of job satisfaction, which in turn leads to increased productivity in the organization.
Bullying Behavior
Bullying Behavior Concept
BB is the control of an individual or group of individuals over another. This behavior includes verbal development, physical BB, and religious BB in order to isolate the group (Frankova, 2010) .
BB is the repetitive actions and practices of the first party (the bully) to the second party (the victim). These practices are undesirable by the second party (the victim), which can be done intentionally or unconsciously, and cause humiliation and distress to the second party, resulting in an unhealthy working environment, thus affecting the performance of the organization's employees on the one hand and their productivity on the other (Einarsen et al., 2009 ).
BB is a verbal or nonverbal attack on a person by threatening, intimidating, or humiliating him repeatedly and has negative effects on mental health, loss of self-confidence, and the difficulty of forming a trustworthy friendship (Lutgen-Sandvik et al., 2009) .
BB is repeated aggression, whether verbally, psychologically, or physically, and is issued by an individual or group of individuals against others (Smith et al., 2008) .
BB is any behavior resulting from beatings, threats, destruction of property, titles, ridicule and mockery. In other words, BB takes multiple forms, verbal, physical, or symbolic. Verbal bullying occupies the first place as one of the most common forms of BB, followed by symbolic bullying and physical bullying (Gantry, 2001; Yabra & Wilkens, 2007) .
BB is a form of aggressive, unbalanced interaction between two extremes, one called the bully and one called the victim, and takes multiple forms, which may be physical, emotional, or verbal: both direct and indirect (Robyn, 2004; Smorti et al., 2006) . BB is a state of negative behavior for the purpose of victimization or harassment from a bullying person against another person, the victim, and usually less than the bullying party (Juliffe & Farrington, 2006) . BB is an attempt to feel power or desire to control another person, perhaps in the form of verbal bullying, physical bullying, or emotional bullying (Huebner, 2002; Litz, 2005) .
BB is a series of negative acts by one or more persons against one or more persons over a long period of time. These negative acts reflect an abusive behavior based on an imbalance in the relationship between the bully and the victim (Sullivan & Cleary, 2004) . BB is that an individual is subjected to negative behavior from another side, and this behavior results in physical, verbal, emotional or psychological harm, and this behavior is often intentional and deliberate (Wolke et al., 2002) .
BB is a form of aggression, in which there is no balance between the extremities, the bullying and the victim. The bully is often stronger than the victim. Bullying takes many forms that may be verbal, physical, or psychological, and may be direct or indirect, on the victim (Pepler & Cragi, 2000) .
BB is an interaction between two extremes: the first is the bullying person and the second is the victim. This interaction is influenced by the individual characteristics of the parties, the interactive processes among them, and the framework in which the BB emerges (Atlas & Pepler, 1998) .
BB is the negative behavior of a party called the bully and the other called the victim, and in most cases this behavior causes pain to the other party, whether physically or verbally, emotionally, or psychologically. In other words, BB is any aggressive behavior practiced by the individual against another individual, periodically and repeatedly, resulting in verbal or physical harm, whether directly or indirectly (Olweus, 1993) .
BB is a long-term violence by an individual or group of individuals against another individual who can not defend himself, possibly physically or psychologically (Mellor, 1997) .
BB is a physical or verbal abuse by the (bullying) side towards the other party (the victim), through any form of doing acts against his will, which has negative psychological effects on the other party, the victim (Gilbert, 1999) .
BB is the repetition of a range of harassment and some direct behaviors, such as reprimands, ridicule, and the threat of beatings of a person known as a bully towards another person known to the victim to control him (Banks, 1997; Rigby, 1999) .
In the light of the above, the researcher considers that BB is any kind of physical, verbal or psychological harm caused by bullying towards a weaker person through beatings, bullying or any form of control and humiliation.
In other words, BB is an aggressive behavior that is repeated and issued by a person (bully) towards another (the victim). This behavior is issued in the form of physical, psychological, verbal or non-verbal acts in order to influence the other.
Bulling Behavior Dimensions
The dimensions of BB are a set of behaviors that appear in the workplace. These dimensions are the threat to professional status (reduction of opinion, general professional humiliation, accusation of lack of effort), threat of personal status (naming, insults and intimidation), isolation (Lack of access to opportunities, physical or social isolation, withholding of information), overwork (unjustified pressure, impossible times, unnecessary imbalances), destabilization (lack of credit when due, unintended tasks, (Samnani & Singh, 2012) .
Another is that the dimensions of BB are verbal bullying (ridicule, provocation, inappropriate comments, threats), physical or physical bullying (beatings, violence, slapping, stabbing and other physical abuse) and emotional bullying (spreading malicious rumors about someone) (cybercrime, e-mail or SMS), social bullying (the persecution of a person and excluded in the work of the staff, and usually social bullying in indirect ways) (Smith, 2008; Hertz, 2013) .
There is another dimension of bullying. This is family bullying that occurs between family members or the larger family among relatives (Whittled, 2005) .
However, Marees & Peterman (2010) show that the dimensions of BB are behavioral, physical development, verbal BB, social BB, and BB against property.
Research Model
The proposed comprehensive conceptual model is presented in Figure (1 ). The diagram below shows that there is one independent variable for the study of SL.
There is one dependent variable BB. In light of the above discussion, the research model is as shown in the following figure:
The research framework suggests that SL has an impact on BB. SL as measured consisted of vision, hope/faith, altruistic love, meaning/significance of work, membership, commitment, and productivity (Fry & Matherly, 2006) . BB is measured in the terms: physical, verbal, social, and property (Marees & Peterman, 2010) . 
Research Questions
The researcher reached the research problem through two sources. The first source is to be found in previous studies, and it turns out that there is a lack in the number of literature review that dealt with the analysis of the relationship between SL and BB in the industrial companies in Sadat city in Egypt. This called for the researcher to test this relationship in the Egyptian environment.
In light of the review of previous studies towards SL, literature has shown that there is a significant relationship between SL and organizational commitment, productivity, and satisfaction. SL plays the mediating role in the relationship between job satisfaction, organizational commitment, and productivity (Fry et al., 2017) .
SL positively influences the spirituality of the work environment (Afsar et al., 2016) . There is also a statistically significant relationship between SL and organizational citizenship behavior (Kaya, 2015) .
There is a significant relationship between SL and organizational learning and entrepreneurship (Shafighi et al., 2013) .
Another study points out that there is a relationship between SL and job satisfaction (Masouleh et al., 2013) . There is a significant relationship between SL and the behavior of organizational citizenship. In other words, SL leads to increased behavior of organizational citizenship (Chen & Yang, 2012) .
The problem of bullying is a serious problem in society. However, there is insufficient attention to this problem in Arab societies, whether in terms of the spread of this problem, or even the diagnostic tools. On the other hand, Western societies have given this problem a great deal of attention in all areas, whether through the media or websites, or awareness campaigns to address this problem (Scarpacia, 2006) .
As for BB, literature has shown that BB is either related to the individual or related to the workplace. People-related bullying is positively associated with work-related depression, while physical intimidation and work-related bullying are positively associated with disorganized behavior (Devonish, 2017) .
There is also a statistically significant relationship between BB and job satisfaction as well as intention to leave work. BB negatively affects job satisfaction and intentions of leaving work in the absence of a supportive organizational climate. Both the organizational climate and the cohesion of the task force play the role of the intermediate variable in the relationship between BB and job satisfaction as well as intention intention to leave work (Nwobia & Aljohani, 2017) . International Journal of Business and Management Vol. 13, No. 2; There is also a relationship between increased workload and BB. Job insecurity plays the mediating role between increasing workloads and increasing BB. The interaction between increased workloads and job insecurity increases the risk of BB (Spagnoli et al., 2017) .
Dependent Variable
The tasks imposed by leaders positively affect BB by controlling the independence of subordinates and their emotional demands. Leadership can lead to increased BB if the freedom and independence of subordinates is restricted (Tuckey et al., 2017) .
There is also a negative relationship between BB and the performance and productivity of employees. BB affects the psychological and physical aspects of employees (Karzyzanowska, 2016) .
Finally, another study indicated that there is a statistically significant relationship between the low level of relations and the emergence of BB. The study also indicated a correlation between the parties and the level of BB in the organization (Murray et al., 2010) .
The second source is the pilot study, which was conducted an interview with (30) employees at the industrial companies in Egypt to identify the dimensions of SL and BB. The researcher found through the pilot study several indicators notably the blurred important and vital role that could be played by SL in reducing BB at the industrial companies in Egypt. The research questions of this study are as follows: Q7: What is the extent of the relationship between SL (Productivity) and BB at the industrial companies in Sadat city in Egypt?
Research Hypotheses
In the light of the review of previous studies towards SL, the literature has shown that SL has a significant impact on the spirituality of the work environment. SL has no significant impact on job satisfaction. The spirituality of the work environment has a significant impact on job satisfaction. The spirituality of the work environment does not affect the behavior of employees (Sani et al., 2016 ).
In addition, there is a statistically significant relationship between SL and organizational performance. SL also has a positive and significant impact on organizational performance (Salehzadeh et al., 2015) .
There is also a significant correlation between SL and QWL (Bardmili et al., 2013) . There is a positive correlation between SL and the happiness of working individuals (Zavareh et al., 2013) .
In addition, there is a statistically significant relationship between SL and the empowerment of employees (Esfahani et al., 2013) .
One of the studies found a positive and statistically significant relationship between SL and organizational outcomes such as organizational commitment and productivity. The study also indicated that spiritual well-being plays an important role as an intermediate variable between SL and organizational outcomes (Fry et al., 2017) .
Finally, another study indicates that there is a statistically significant relationship between SL and organizational culture. The study also pointed out that attendance as one of the dimensions of SL plays an important role in influencing performance, which is reflected in the organizational culture (Karadag, 2009 ).
As for BB, literature has shown that four main axes of BB are the political nature of bullying, ridicule towards informal response, formal procedures that exacerbate the problem, and health insurance (Hodgings et al., 2017) .
In addition, another study indicated that the infrastructure supporting ethics plays an important role in promoting ethical behavior among employees and preventing immoral behavior, which reduces the BB (Einarsen et al., 2017) .
International Journal of Business and Management Vol. 13, No. 2; There is also a statistically significant relationship between the BB and morale of the employees. There is also a significant relationship between BB and intentions of leaving work as an organizational result. BB is also influenced by some demographic variables such as gender and age (Tag-Eldeen et al., 2017) .
In addition, the leadership style plays an important role in limiting BB. Poor leadership also increases the risk of BB (Nica et al., 2016) . One study found that there was a positive relationship between BB and intentions of leaving work. There is also a negative relationship between BB and functional performance (Meta & Sokmen, 2016) . Another study indicated that BB plays the role of the intermediate variable between organizational climate and functional combustion. BB has no direct impact on physical health and mental health. BB indirectly affects employees' health through functionality as an intermediate variable (Giorgi et al., 2016) .
There is also a statistically significant relationship between the use of strict discipline procedures and the level of BB, as the use of strict procedures leads to a low level of BB (Greory, 2010) .
Finally, another study indicated that there were differences between males and females in the level of BB. Differences in the level of BB favor males and social status plays an important role in predicting BB (Marees & Peterman, 2010) .
The following hypotheses were developed to decide if there is a significant correlation between SL and BB.
H1: There is no relationship between SL (vision) and BB at the industrial companies in Sadat city in Egypt H2: SL (Hope/Faith) has no significant effect on BB at industrial companies in Sadat city in Egypt.
H3: There is no relationship between SL (Altruistic Love) and BB at the industrial companies in Sadat city in Egypt H4: SL (Meaning/Calling) has no significant impact on BB at industrial companies in Sadat city in Egypt.
H5: There is no relationship between SL (Membership) and BB at the industrial companies in Sadat city in Egypt H6: SL (Organizational commitment) has no significant influence on BB at industrial companies in Sadat city in Egypt.
H7: There is no relationship between SL (Productivity) and BB at the industrial companies in Sadat city in Egypt
Research Strategy
Population and Sample
The population of the study included all employees at the industrial companies in Sadat city in Egypt. The total population is 11550 employees. Determination of respondent sample size was calculated using the formula (Daniel, 1999) as follows:
The number of samples obtained by 377 employees at the industrial companies in Sadat city in Egypt is presented in Table 1 . 
Procedure
The goal of this study was to identify the significant role of SL in reducing BB. A survey research method was used to collect data. The questionnaire included three questions, relating to SL, BB, and biographical information of employees at industrial companies in Sadat city in Egypt. 
Research Variables and Methods of Measuring
The 35-item scale SL section is based on Fry and Matherly (2006) . There were five items measuring vision, five items measuring hope/faith, seven items measuring altruistic love, four items measuring meaning/significance of work, five items measuring membership, four items measuring commitment, and five items measuring productivity. The 25-item scale BB section is based on Marees & Peterman, 2010. There were seven items measuring physical, six items measuring verbal, seven items measuring social, and five items measuring property.
Responses to all items scales were anchored on a five (5) point Likert scale for each statement which ranges from (5) "full agreement," (4) for "agree," (3) for "neutral," (2) for "disagree," and (1) for "full disagreement."
Data Analysis and Testing Hypotheses
The researcher has employed the following methods: (1) Cronbach's alpha or ACC, (2) The Multiple Discriminant Analysis (MDA), (3) Multiple Regression Analysis (MRA), and (4) F-test and T-test. All these tests are found in SPSS.
Hypotheses Testing
Before testing the hypotheses and research questions, descriptive statistics was performed to find out means and standard deviations of SL and BB. 
Evaluating Reliability
Data analysis was conducted. All scales were first subjected to reliability analysis. Cronbach's Alpha was used to assess the reliability of the scales. Item analysis indicated that dropping any item from the scales would not significantly raise the alphas. To assess the reliability of the data, Cronbach's Alpha test was conducted. Table 4 shows the reliability results for SL and BB. All items had alphas above 0.70 and were therefore excellent, according to Langdridge's (2004) criteria. Table 5 shows correlation coefficients between the research variables, and results indicate the presence of significant correlation between variables (SL, and BB). The level of SL of employees is high (Mean=3.147; SD=0.613), while BB is (Mean=1.702; SD=0.431).
The Correlation between SL and BB
The relationship between SL and BB at the industrial companies in Sadat city in Egypt is presented in the following table: 
Spiritual Leadership (Vision) and BB
The relationship between SL (Vision) and BB is determined. The first hypothesis to be tested is: 0.000 ** P < .01; * P < .05.
H1: There is no relationship between SL (vision) and BB at the industrial companies in Sadat city in Egypt
As Table 7 proves, the MRA resulted in the R of 0.821 demonstrating that the 5 independent variables of SL (Vision) construe BB significantly. Furthermore, the value of R square, 5 independent variables of SL (Vision) can explain 67% of the total factors in BB level. Hence, 33% are explained by the other factors. Therefore, there is enough empirical evidence to reject the null hypothesis.
Spiritual Leadership (Hope/Faith) and BB
The relationship between SL (Hope/Faith) and BB is determined. The second hypothesis to be tested is:
H2: SL (Hope/Faith) has no significant effect on BB at industrial companies in Sadat city in Egypt. 0.000 ** P < .01;* P < .05.
As Table 8 proves, the MRA resulted in the R of 0.810. This means that BB has been significantly explained by the 5 independent variables of SL (Hope/Faith). As a result of the value of R 2 , the five independent variables of SL (Hope/Faith) justified only 65% of the total factors in BB level. Hence, 35% are explained by the other factors. Therefore, there is enough empirical evidence to reject the null hypothesis.
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Spiritual Leadership (Altruistic Love) and BB
The relationship between SL (Altruistic Love) and BB is determined. The third hypothesis to be tested is:
H3: There is no relationship between SL (Altruistic Love) and BB at the industrial companies in Sadat city in Egypt. 0.000 ** P < .01; * P < .05
As Table 9 proves, the MRA resulted in the R of 0.83 demonstrating that the 7 independent variables of SL (Altruistic Love) construe BB significantly. Furthermore, the value of R square, 7 independent variables of SL (Altruistic Love) can explain only 68% of the total factors in BB level. Hence, 32% are explained by the other factors. Therefore, there is enough empirical evidence to reject the null hypothesis.
Spiritual Leadership (Meaning/Calling) and BB
The relationship between SL (Meaning/Calling) and BB is determined. The fourth hypothesis to be tested is:
H4: SL (Meaning/Calling) has no significant impact on BB at industrial companies in Sadat city in Egypt. 0.000 ** P < .01
As Table 10 proves, the MRA resulted in the R of 0.81. This means that BB has been significantly explained by the 4 independent variables of SL (Meaning/Calling).
As a result of the value of R 2 the 4 independent variables of SL (Meaning/Calling) justified 66% of the total factors in BB level. Hence, 34% are explained by the other factors. Therefore, there is enough empirical evidence to reject the null hypothesis.
Spiritual Leadership (Membership) and BB
The relationship between SL (Membership) and BB is determined. The fifth hypothesis to be tested is: 0.000 ** P < .01. Table 11 proves that there is a relationship between SL (Membership) and BB in significance level of 0,000. Moreover, the value of R 2 , the 5 independent variables of SL (Membership) can explain 65% of the total differentiation in BB level.
H5: There is no relationship between SL (Membership) and BB at the industrial companies in Sadat city in Egypt
For the results of a structural analysis of the MRA, the direct effect of SL (Membership) and BB is obtained. Because MCC is 0.81, it is concluded that there is enough empirical evidence to reject the null hypothesis.
Spiritual Leadership (Organizational Commitment) and BB
The relationship between SL (Organizational Commitment) and BB is determined. The sixth hypothesis to be tested is:
H6: SL (Organizational commitment) has no significant influence on OP at industrial companies in Sadat city in Egypt. 0.000 ** P < .01.
As Table 12 proves, the MRA resulted in the R of 0.81. BB has been significantly explained by the 4 variables of SL (Organizational Commitment). As a result of the value of R 2 , the 4 independent variables of SL (Organizational Commitment) justified 65% of BB. Hence, 35% are explained by the other factors. Therefore, there is enough empirical evidence to reject the null hypothesis.
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H7: There is no relationship between SL (Productivity) and BB at the industrial companies in Sadat city in Egypt 0.000 ** P < .01. Table 13 proves that there is a relationship between SL (Productivity) and BB. As a result of the value of R 2 , the 5 independent variables of SL (Productivity) can explain 56% of the total differentiation in BB level. For the results of a structural analysis of the MRA, the direct effect of SL (Productivity) and BB is obtained. Because MCC is 0.75, there is enough empirical evidence to reject the null hypothesis.
Research Results
By reviewing the results of descriptive analysis of the data on which the study was based and testing the research hypothesis, the study reached a set of results which will be reviewed and discussed as follows:
1. The scarcity of research that focused on the study and interpretation of the relation between the study variables (SL and BB) in the Egyptian business environment in general and industrial companies in Sadat City in particular.
2. SL is a state expressed in a set of organizational dimensions: vision, hope/faith, altruism, meaning/meaning of work, membership, organizational commitment, and productivity, which can be used to reduce the phenomenon of BB in productive organizations and service.
3. SL is an important tool used by successful managers in developing all employees and spreading social awareness among them in such a way as to enable them to deal with BB within the work environment by avoiding increasing functional burdens, providing job security, freedom and independence of employees, and positive interaction between employees and good relations among themselves.
4. The general average of SL at the industrial companies in Sadat city in Egypt is fairly high. The vision as one of the dimensions of SL ranked first, followed by the concerned or the second, the hope and faith in the third place, the membership in the fourth place, the organizational commitment in the fifth place, the altruistic love ranked sixth, and finally the productivity as one of the dimensions of SL at the industrial companies in Sadat city in Egypt.
5. The general average of the behavior of development at the industrial companies in Sadat city in Egypt is somewhat low. Behavior was followed by verbal physical development, followed by physical development in second place, physical development versus property in third place, and social BB in fourth place as a dimension of BB at the industrial companies in Sadat city in Egypt.
6. There is a statistically significant relationship between the dimensions of SL (vision, hope/faith, altruism, meaning/significance of work, membership, organizational commitment, productivity) and the dimensions of BB (physical, verbal, social, and property) . The industrial city of Sadat is taken in aggregate, and each dimension of SL is studied separately.
Recommendations
In the light of the previous results, the researcher concluded with a set of recommendations. These recommendations can be summarized as follows:
1. The need for managers' attention to the future vision of their units and departments, with realistic vision and the possibility of implementation with the highest degree of efficiency and effectiveness. This can be done through the involvement of staff in their development, which entails the effort and strive to achieve.
2. The need for managers to have the element of hope and faith in the vision of the Organization, since they are the source of belief and conviction that the vision and mission of the Organization will be achieved, and can be done through material rewards on the one hand, and involvement in their development on the other.
3. The need to have the altruistic love among the leaders in the organization, or in other words the need to have a sense of integration and attention and appreciation for both self and others, and can be done by teaching managers the values of patience, honesty. This will lead to a sense of employees, i.e. the altruistic love. In addition, the altruistic love among managers will help to eliminate destructive feelings such as fear, anger, feelings of failure, and false pride.
4. The need for all employees of the organization to be convinced that their jobs are important and meaningful both for themselves and for others. Work has a social meaning and adds value to them, and work helps them to serve others and thus derive a purpose and meaning in life.
5. The need to deepen the membership of the organization in all its employees, since the sense of employees belonging to a particular organization creates an atmosphere of friendliness and trust among employees and leaders, creating the sense of membership and recognition.
6. The need for managers to raise the level of organizational commitment, as appropriate leadership methods lead to increased job satisfaction among employees, which in turn raises the level of organizational commitment to them. In addition, the sense of belonging to the organization will create a sense of loyalty to the organization and would like to remain in it, since the culture of the organization is based on altruism, which raises the level of organizational commitment.
7. The need for managers to increase productivity and continuous improvement, as the availability of hope and faith in the vision of the Organization, their sense of importance, and membership will do their utmost to achieve the vision and mission of the Organization, and work on improvement and continuous development, which leads to increased productivity. In addition, following the method of SL will contribute mainly to increasing the productivity of the organization. In other words, it is necessary to take care of spirituality in the workplace through SL, which leads to a sense of quality of work environment, thus increasing the level of job satisfaction, organizational commitment and thus increasing productivity.
8. The need for managers to have the basic qualifications of leadership, which includes vision, faith and hope, in addition to the need to harmonize the organization's practices and objectives in order to create an atmosphere of spirituality in the workplace and to achieve a more efficient and effective environment.
9. The need to design preventive extension programs in order to reduce BB as well as the negative consequences of it, either on the bully or on the victim. This can be done through specialized training programs for managers, as training plays an important role in increasing leaders' knowledge of how to deal with and reduce BB in the workplace.
10. The need to pay attention to the provision of job security, and this can be done through the management practices and leadership of managers in a manner that works to reduce the phenomenon of BB, which leads to improving the performance of workers on the one hand, and reduces the intentions to leave work on the other hand.
11. The need to take effective corrective measures to reduce the BB through the need to respond to the demands of employees and listen to their complaints, and trying to solve the problems facing them. This leads to the creation of a healthy and safe environment in the organization, performance and productivity of employees.
12. To identify the psychological aspects associated with the bullying person, which requires the need to conduct training programs to reduce BB in any form, as well as raising awareness and leadership development on how to deal with BB.
13. Increase the awareness of leaders in the organization of the causes of BB through specialized training courses in the field of BB, and know the reasons, and how to prevent as well as how to deal with them, and conversion from aggressive behavior to constructive behavior seeks to adapt and cooperate with others in the organization.
14. Increasing the awareness of leaders in the organization of the causes of bullying through specialized training courses in the field of BB, and knowing the reasons, how to prevent them, and how to deal with it, and conversion from aggressive behavior to constructive behavior seeks to adapt and cooperate with others in the organization.
15. The need to pay attention to work to reduce the phenomenon of BB and can be done through:
 Avoiding increasing the functional burden on the staff of the organization.
 The need to provide a great deal of job security for the employees of the organization.
 Not restricting the freedom and independence of individuals working in the organization.
 Pay attention to the process of positive interaction among individuals working in the organization.
 Pay attention to good relations between employees among themselves or between employees and their leaders in the organization.
 The need to develop all employees and to spread social awareness among them in a way that makes them able to deal with BB within the work environment.
Future Research Proposals
The current research sought to reveal the role of SL in reducing the behavior of development at the industrial companies in Sadat city in Egypt.
However, the scope of this research and the methods used in the results and indicate the existence of areas for future studies that are no less important in this regard. These include: (1) the role of SL in achieving organizational excellence; (2) the role of SL in attaining organizational identification; (3) the role of SL in promoting organizational success; and (4) evaluation of BB in Egyptian universities.
